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1. Employment PoHcies 



Ebuaf Employment Policy 

NPR is an equal opportunity employer and does not discriminate or retaliate against applicants or i 
oni the basis of any factor prohibited by federal, state or local law, including: 

■ Age 
« polor 
m Disability 
m National origin 
m Race 

■ Religion 
mSex 

« Sexual Orientation 
m Veteran status 
li Marital status 
m Matriculation (student status) 



eiBployees 



I Political affiliation 



als<5 extends to vendors, contractois, interns and volunteers. As a recipient of federal funding, NPR i 
taiiis an Afifinnative Action Plan (AAP). The President of NPR is primarily responsible for carrying 
AA^ arid has appointed the Vice President for Human Resources as the Equal Employment Opportyi 
(^O) Officer for NPR to assist witii tlie affirmative action objectives. Each manager and supervisoi 
evaluated on his or her efforts to support NPR's EEC Policy and AAP. 



An^^ violation of this policy should be reported to the Vice President of Human Resources or the Office of 
Gerieral Counsel, 

Acdommodations Policy 

NPR is committed to complying with applicable state and federal laws governing the treatment of qualified 
iridiyiduals with disabilities^ Hie Americans With DisabiKties Act (ADA) makes it unlawfiil to discri^ninate or 
retaliate against qualified individuals with disabilities in all aspects of employment, i.e,, interviewing, hiring, 
txaiimig, promoting and assignments. The ADA also imposes an obligation to provide reasonable accimmoda- 
tion to the known limitations of an otherwise qualified individual with a disability, A reasonable accommoda' 
tion is one £hat assists the employee in the performance of the job and does not place ari undue burden on NPR 
or it^ operations. 

A "qualified individual with a disability" is som^eoi\e who satisfies the requisite skiUs^ experience, education 
and other job^related requirements of the position and who, with or without reasonable accommodation, is able 
to p^rfonn the essential functions of the position. The essential functions are those that the position is designed 
to perform and which are necessary for tiie position. Functions tiiat bear only b. marginal relationship to tiie job 
are riot essential. 



an 
supervisor aware 
' on 



NPRi's obligation to consider reasonable accomniodation only arises when the supervisor knows ^^out 

employee's limitations. Consequently, it is tiie responsibility of the employee to makfe the 

of thp limitation and to request an acconunodatioti. Such requests for accommodation will be 

a ca^e-by-case basis. When a request is made the supervisor should inform the employee that 

tion from a medical professional is required to assist m deciding what accommodatipn is reasonable. 

Supervisors should not ask the employee to disclose the medical condition but instead should focus 



reviewed i 



documenta- 



learninghow the condition affects the employee's ability to do the Job ^ Human Resources will follow^ 



Managcmefit Administrative I i/Ianuaf 2 



ttS<h 



on 
up 



■V -B 



MS3a|tjfti,sHiseiaiaiS;;ss)Bi3;LaH5Hj:^^ 



Case 1 :76-cv-00229-CKK 



Document 1-8 



Filed 02/13/2006 



Page 2 of 2 



with the employee's medical professional to ensure that all medical infonnation is handled in a 
tial manner. 



confidea- 



The decision about what employment accommodation is reasonable will depend on the type of job 
ti4l functions of the job, the iimitatipns of the employee or a|^licant and die extent to which modi^cations 
aiixiliary aids are available withoat posing an undue hardship on ihe department and 
may include neananging equipment, acquning or modifying equipment, modifying work schedules 
ing the work in another way or reassigning the employee to a vacant posidoa Reassignment shoulc! 
considered after accommodations in the current position have been unsuccessful or cannot be made 
R^ources is available to help the supervisor and employee decide what is reasonable. The decision 
reached cooperatively. 



^fcessen- 
or 
I NFR. Accomihodaiions 
prform- 
only be 
.Human 
should be 



If a leave of afos^ce is granted as an acconunodation, the supervisor should mf<Kra the employee 
ical release or fitness for duty evaluation will be required to return to work. The release will assist 
ine the employee's abilify to perform essential duties, either with or without finther accommodatiorl, 
eniployee requiies physical cherapy and can only work 20 hours per week. 



tliat 



Ni^R cannot require an employee to accept an accommodation that is not requested or needed. Howbver, if a 
necessary reasonable accommodaUon is refiised and die employee is unable to perfomi the essential functions 
of fhe job, the supervisor can proceed with progressive discipline^ up to and including terminadon. 

All requests for accommodation, as well as the approval or denial of an accommodation, must be dcjcumented 
by |the supervisor and forwarded to the Directorof Employee Relations. 

NI]R will also make reasonable accommodadons based on religion. 

Harassment Policy 

NP^ recognizes its responsibility to maintain a work environment fee from any form of harassmen], including 
sextoal harassment NPR will not tolerate any activity that is demeaning or mteiferes with an emploj ee's work 
environment based on any factor prohibited by law, such as listed in die above EEO PoUcy statemeiit- Tliis 
inc|udes, but is not limited to jokes, statements and gestures made by supervisors, co-workers and non- 
employees such as vendors, contractors, interns and volunteers. E-mail, NPR Intranet and the mtem<i may not 
be jised at NPR for any purpose diat violates Ms policy, 

Unjvelcome sexual advances, requests for sexual favors and odier verbal or physical conduct of a secual 
nat^ire constitutes sexual harassment when: 

m sjibmission to such conduct is made, either explicidy or unplicitiy, a term or condition of employi^ent 
■ s^mission to of rejection of such conduct by an individual is used as a basis for employment dec 

apecting that individual, or 
m such conduct has die purpose or effect of substantially interfering wtdi an individual's work perfor^nance or 

cheating an intimidating, hostile or offensive work environment 



NPR is committed to affirmatively addressing die subject of harassment by informing employees 
and management's disapproval of conduct m violation of this policy, timely investigation of haras.„ 
ptaiiits, implementing conective action, and informing employees of dieir right and obligation to no 
agerrtent of harassment 



I of harassment 



Employees, male or female, who believe diat diey are being harassed in violation of tiiis policy, are €hcour- 
age^ to report any ijK^idents td dieir supervisors, nianagers, d^ 
Director of Employee Relations, or die General Counsel. 
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